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EXHIBIT G 



Industrial and organizational psychology 

From Wikipedia, the free encyclopedia 

Industrial and organizational psychology (also known as I/O psychology, work psychology, 
work and organizatiotml psychology, W~0 psychology, occupational psychology, personnel 
psychology or talem msessmenf) concerns the application of psychological theori es, research 
methods, and inter\'ention strategies to workplace issues. I/O psychologists are interested in 
making organizations more productive while ensuring workers are able to lead physically and 
psychologically healthy lives. Relevant topics include personnel psychology, motivation and 
leadership, employee selection, training and development, organization development and guided 
change, organizational behavior, and work and family is^jes. i'O psychologists who work for an 
organization are most likely to work in the HR (human resources) department. However, many 
I/O psychologists pursue careers as independent consultants or applied academic researchers. I/O 
psychology is one of the many domains that should be assessed when conducting psychological 
research when answering applied questions. 
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Overview 

Industrial and Organizational (I/O) Psychology (Di\'ision 14 of the American Psychological Association) as a specialty 
area has a more restricted definition than Psychology as a whole. Guion (1965) defines Industrial and Organizational 
Psychology as "the scientific study of the relationship between man and the world of work:.., in the process of making a 
living" (p, 817), Blum and Naylor (1968) define it as "simply the application or extension of psychological facts and 
principles to the problems concerning human beings operating within the context of business and industry" (p 4). 
Broadly speaking, I/O Psychologists are concerned with human beha%4or in work contexts. According to Muchinsky, 
the applied side of I/O Psychology is concerned with utilizing knowledge gathered from scientific inquiiy "to solve real 
problems in the world of work". Example problems include hiring better employees, reducing absenteeism, improving 
communication, and increasing job satisfaction. 

One of the tools 1/0 psychologists commonly utilize in tlie field is called a job analysis. Job analyses identify essential 
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characteristics associated with any particular position through intervievv's of job incumbents, subject matter experts, 
supervisors and/or past job descriptions. Job analyses measure both worker facets necessary to perfonrs the job 
adequately (aka JCSAOs - Imciwledge, skills, abilities, and other characteristics as well as unique facets of the job itself 
Once a job analysis is complete, I/O psychologists will typically utilize this information to design and validate systems 
to select new applicants, restructure employee performance appraisals, uncover training needs, and analyze fairness in 
employee compensation. Though a thorough job analysis takes time, resources and money, its benefits tend to outweigh 
the costs. 

m I/O Psychologists are professionals seeking to address real-world issues or problems in the workplace. 

■ As scientists, they derive principles of individual, group, and organizational behavior through research. 

■ As consultants and statT psychologists, they develop scientific knowledge and apply it to the solution of 
problems at work. 

■ As teachers, they train in the research and application of I/O Psychology 

1/0 psycliologists also may employ psychometric tests to measure the abilities and persona.lity traits of prospective a.nd 
current employees. These tests are commonly used for employee selection and other employment decisions. Employee 
attitudes such as morale, job satisfaction, or feelings towards management or customers are otfier commonly measured 
work-related person variables. 

Increasingly, people factors are recognized as a major determinant of organizational performance and a key competitive 
differential. Psychologists therefore may also advise senior managers on the management of organizational climate or 
culture, on dealing with organizational change, or on group dynamics within an organization, It is probably partly for 
this reason that management coaching is an increasingly popular part of the psychologist's work. 

Industrial and organizational psychology is a diverse field incorporating aspects of disciplines such as social 
psychology, personality psychology and quantitative psychology (which includes psychometrics) as well as less closely 
linked social studies such as law, .As a diverse, applied field, influences from any branch of psychology, even clinical 
psychology, are not uncommon. At one point in time, industrial and organizational psychology was not distinguished 
from vocational (counseling) psychology or the study of human factors. Although the foregoing disciplines still overlap 
with industrial and organizational psychology, today they are formally taught in separate classes and housed in separate 
graduate-level psychology programs within a psychology department, 

Many industrial and organizational psychologists specialize in one of the following aspects: psychometrics, quality; 
employment law; personnel selection; training; leadership selection, coaching and development; organizational design 
and change. Many of these activities are referred to as kjlent management. Some I/O psychologists are academic 
(working in both business and psychology departments) or non-academic researchers, while many others are engaged 
in practice, holding positions such as the following: 

■ Board of Directors Chainnan 

■ Governing Board Chairman 
m Board Chairman 

• Personnel Committee Chairman 

m CEO 

m Technical Recruiter 

■ Selection Committee Chainnan 

■ Vendor Services Execittive Committee 

■ Executive coach 

■ Senior Personnel Officer 

m College of Business Associate Dean 

m Psychology Faculty 

■ Employment Specialist 

■ Staffing Specialist 
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■ Job Developer 

« Vocational Specialist 

m Co-Producer of Professional Development and Training. 

■ Academic Adviser 

■ VP of Management Services 
m Vice President 

■ Staffing Consultant 
m Recruiter 

« legislative compliance officer 

■ labor relations specialist 

* ADA Trainer / Account Manager 

■ Human Resources Assistant 

■ Human Resources Specialist 

a Process Improvement Consultant 

■ Manager of selection and training 
m Employee Benefits 

■ Counselor 

■ Diversity Consultant 

m Human Capital Measurment Consultant/ Analyst 

■ Talent Management Consultant 

■ F:xecutive Coach 

* Organizational Development Consuitant 
m Workforce Analyst 

m Psychometrician 

Job Functions and Duties 

Job functions, duties and responsibilities carried out by individuals holding a degree in Industrial and Organizational 
Psychology and Business Administration with business minor emphasizing Marketing and Employee Relations 
graduate course work include., but are not limited to, the following: 

> Use of Robert's Rules of Order parliamentarian procedures to facilitate and participate in orderly and effective 
corporate, organizational, committee and legislative meetings and training others on it. 

■ Writing and editing. 

m Interface with the private and public for profit corporations. 
m Interface with private non-profit corporations and organizations, 

m Interface with several United States of America (U.S.A.) governmental agencies and stakeholders including city , 
county state and federal government agencies. 

■ Introduce legislation and motions to various governing bodies. 

* Inteq.>ret and explain motions and resolutions to-be-introduced. 

* Review, approval, interpretation and oversight of implementation of organizational constitution, bylaws and 
articles of incorporation. 

« Sales and marketing strategies design, development and implementation. 

■ Gain internal and external stakeholders buy-in on policy, rdferendums, procedures update. 
m Conduct needs assessment to define project scope, deliverables and implementation plan. 

■ Create and drive the implementation of marketing strategies that increase technical recruiting, job placement and 
career serA'ices revenue. 

m Recommetiding top candidates to final hiring person. 
« Aiticulate organizational vision, mission and values. 

■ Programs image re-positioning. 
« Chairmanship 

■ Assist decision-makers and facilitate the decision-making process within several governing bodies. 

■ Abide by the Brown Act regulations for posting notices of public meetings. 
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■ Goveniii^g board retreat strategic agenda deveiopment and retreat activities planning. 
« Foster a culture of and Improving peifonnance, productivity and results. 

m Decrease mi cromanagement 

■ Starting up new business units and penetrating markets to gain market share. 

■ Interlocking board and or personnel matters committee members 

■ Executive management 

■ Governing Board relations. 

m Supervision of professional executive management and clerical staff 
« Strategi c pianni ng an d work force restructuring 

■ Using the Generally Accepted Accounting Principles (G.4.AP), 

* Oversee, plan, direct, coordinate and / or participate in corporate operations. 

■ Track & report billable hours; accounts payable (A^'P) and account receivable (A/R) and expenses 

■ Invoicing 

■ Budgeting; Resource forecast, management, allocation and monitoring. 

■ Starting up organizations, companies. 

» Run tlie full cycle of candidate recruiting and client company development and management. 

■ Technical Recruiting 

■ Developing and implementing direct and indirect technical recruiting strategies. 

« Consult with hiring managers, executives and founders about recruiting requirements. 

■ Facilitate resolution of volatile political issues. 

m liaison between enipioyment serv^ices organizationsjob candidates and client companies. 
m Individual human achievement coaching. 

■ Interview, check references, match candidates and personnel needs. Schedule and coordinate interviews, follow- 
up and follow through to turning candidate down and / or extend job offers, and getting acceptance of job offer / 
candidate. 

■ Personnel Management 

■ Interpret a.nd implement personnel policies and procedures. 

■ Staff planning, direction, Recanting, selection, hiring, new employee orientation and evaluation 

m Risk management (damage-control) 

■ Interact with constituencies or stake-holders of diverging views, 

■ Collect, review, approve and report multiple departments' employees payroll to human resources accounting 
unit. 

■ Review and recommend steps to bring consistency or congruency of employee handbooks with Fiuman 
Resources Policies and Procedures, 

m Personnel Policies Administration 

■ Personnel Research Design, Statistical Analysis and Interpretation. 
m General Statistical Analysis 

■ University Teaching 

■ Personnel Statistical Analysis. 

■ Research Design and Analysis 
a Individual and group coaching 

■ Design, develop and implement position (job openings) tracking systems. 

■ General Management 

■ Job Placement services 

■ Analysis of and advice to management on complex personnel issues. 

■ Design and administer weighted personnel selection tools. 

■ Research and write labor relations manual 

« Utilize word processing, spreadsheet and statistical analysis software packages to present human resources 
projects data, statistical analysis and interpretation, conclusions and recommendations. 

* Research, review, summarize and present complex information in an understandable manner to audiences 
varying in education levels (ranging from Ph.D. to only 7th grade or GED) and fields of expertise. 

■ Conduct wage surveys to determine prevailing wage. 

■ Analyze and interpret data. 

■ Entrepreneurship 
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■ Ensure validity and reliability of job analysis arid Job perfonnance evaluation system and its tools whether using 
quantitative, qualitative statistical data and analysis, and / or weighted scoring type of tools; whether one-to-one 
evaluation, peer-to-peer or the more complex 360 degree job performance evaluation, ensuring the validity and 
fairness of the data and how its valid statistical analysis, interpretation and recommendations, pointing out the 
flows of the data in a 360 degree evaluation system such a political witch-hunt, comments or impute filled with 
personal venderas or other irrelevant matters. This is s huge area where the backing of major corporate officers 
such as ER Head or the expert backing of a PhD with Statistical research and design analysis can be paramount 
to adding credibility to the person presenting the outcomes from such an evaluation system to say a board of 
directors or major committee evaluating a major key player in for example a head of an executive management 
team. 

* Personnel compensation reviews 

■ Review and increase validity and reliability of evaluation surveys to for example comply witli the Americans 
with Disabilities Act (ADA) U.S.A. Federal Law 

■ Communicate effectively v^ith Exam and Testing Units Heads, Senior Personnel Analysts, Agencies Heads and / 
or representatives and EEO personnel to discuss and negotiate employment testing reasonable accommodations 
for job candidates. 

■ Price Standardization of office support services. 

■ Writing Excel fonnulas to track data and perform calculations. 
m Facilities safety and security coordination and standards. 

■ Design and implementation of pre-employment testing via work sample. 
m Review and recommend vendors policies/procedures. 

m Vendor relations. 

■ Review vendors contract performance and compliance. 
m Respond to RFP's / RFQ' s submittals. 

■ Quality assurance, 

■ Communicate policies and procedures 

■ Respond to employee grievances. 

■ Research and interpret personnel laws, solve problems, explain requirements and mal<.e decisions often with the 
aide of legal council. 

■ Employee Relations (e.g. Federal and State laws, regulations and or guidelines relevant to 1) Performance 
Management and Evaluation; 2) 1-9 Immigration Reform and Control Act of 1 986; 3) Americans with 
Disabilities (ADA); 4) Sections 50.> / .504 of the Rehabilitation Act; .5) Equal Employment Opportunity (EEO): 
6) A.ffirmative Action (A. A); 7) Racial, ethnic, multi-lingual, disability, gender, political and nationality diversity 
issues management.) 

m Design, review and performance of records tilling and management to meet and sustain strict confidentiality and 
documentation standards of certification by accrediting institutions 

■ Research and write content of participatory seminars on professional development topics such as time 
management, implementing the Americans with Disabilities Act (ADA), conducting effective job performance 
appraisals, stress management, anger management and conflict resolution, 

■ Standardize sales price of Office support services. 

■ Enhance R business processes (e.g. employment recruiting and selection, new employee orientation, staff 
development policies and procedures, catastrophic leave policy EEO and implementation of the ADA), customer 
service, and staff development. 

■ Address staff inquiries about compensation grades 

■ Employment and Classification (e.g. job candidate testing design and interview questions development, 
evaluation standards design. Job restructuring involving job enlargement and job enrichment.) 

• Shift differentia! policy. 

■ Catastrophic leave policy. 

■ Retirement benefits policy. 

m COLA'S and MSA's requests, reviews and recommendations. 

■ Office space management 

Equipment and supplies policies. 
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■ Responding to and requesting position reclassification. 
« Write job descriptions. 

m Coordinate and conduct job analyses. 

■ Contact presenters to gain their commitment in principle, 

■ Fostering relationships for a department in order to gain internal expertise cooperation and participation. 

■ Design, and coordinate job performance appraisal (evaluation) systems. 

■ Train professionals and clerical staff on providing reasonable accommodations to implement the ADA and / or 
sections 503 and 504 of the Rehabilitation Act whichever laws were applicable. 

« Market post-secondaiy educational institutions and admissions requirements. 

■ Manage & prioritize multiple projects. 

* Use Statistical Analysis Software such as Statview. 

■ Use Emailing and SchedLiling System such as GroupWise 

■ Use Client and Program Management System such as Metsys software. 

■ Introduce revised elections codes to governing bodies to meet ADA Federal Law requirements of programmatic 
atid physical accessibility. 

m Monitor compliance with Fair Labor Standards Act 

m Monitor compliance with EEO laws and guidelines 

Methodologies in Organizational Psychology 

There are also a number of methodologies specificaUy dedicated to Organizational Psychology such as Peter Senge' s 
5th Discipline (ht.lp://home.nycap.rr.coia/k.larscn./learnorg.''scngc.html) and .Arthur F. Cannazzi's (http://carm,azz{.net/) 
Directive Communication (http://directivecom m uni cati on com/index I .html). These are a variety of psychological 
approaches that have been developed into a system for specific outcomes such as the 5th Discipline's "learning 
organization" or Directive Communication's "Organizational culture enhancement". 

In an attempt to correct for statistical artifacts (i.e., sampling error, unretiabilits' and range restriction) that compromise 
the ability of VO psychologists to draw genera! conclusions from a single study, 1/0 researchers have increasingly 
employed a technique known as meta-analysis. Meta-analysis is a methodology tor averaging results across studies. It 
has been used to address research questions involving various levels of analysis (i.e., individual, group, organizational, 
and/or vocational). Although the use of meta-analytic methods is not without controversy, its more frequent appearance 
in the I/O research literature has profoundly impacted the field. The most well-known meta-analytic approaches are 
those of Hunter & Schmidt (1990, 2004), Rosenthal (1991), and Hedges & OIkin (1985). 

Financial compensation of industrial and organizational psychologists generally is among the highest in the whole field 
of psychology. While salary and benefits tend to be significantly greater in the private sector, academics who specialize 
in industrial and organizational psychology may command greater compensation than their faculty peers. Teaching 
(and sometimes research) opportunities exist in business schools as well as in psychology programs. Business schools 
t\fpically offer more generous salaries and benefits than do psychology progiajins. Some academics choose to gain 
practical experience and access to data, as well as to supplement tlieir incomes, by engaging in consulting work on the 
side. 

History 

Standardization and Management 

Taylor, in his writing of Shop Management, made it clear that the key concept which he believed in and defended was 
not any particular wage system; instead it was the principle of standardization based on scientific investigation of real, 
tangible and measurable results. (Frank Barkley Copley; Frederick W. Taylor Father of Scientific .Management; 
Volume H, 1923 and reprinted 1969; Hbraty of Congress Catalogue Card Number 68-55515 Vol. 2; page 173), 
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According to Frank Barkley Copley Shop Management, written by Frederick VV. Taylor, is where for the first time in 
the history of management reference can be found to a semi -complete management system. Whiie he worked at the 
Bethelham Company, he in addition to having in mind and using certain new and improved mechanisms and methods 
of management (e.g. time card, sliding rule, documentation for individual responsibility / accountabilitv% matching task 
difficulty with best qualified equipment and / or individual or in some cases animal such as the horses example in the 
executive summar\' Definition of The Term- First-Class Men by Romullous A. Diajz; 2007), had moved beyond the 
independetit existence of such methods and mechanisms. Taylor was able to link them together, see and coordinate 
tlielr uses as to make their interplay a relationshi p of multiple methods, used to evaluate and measure different variables 
associated with a job. lliese metliods and systems, he vs/orked out and developed to improved stages, resulted in the 
formation of an improved system of professional scientific management of a higher caliber than its independent new 
parts (methods and mechanisms) he developed. That is where the more advanced, complex, well thouglit out 
professional scientific management system we tap into today appears to have been bom. 

We now refer to it or use more fancy tenns such as Industrial and Organizational Psychology, organizational behavior, 
organizational development, applied Psychology at work, the psychology of work, motivation at work, personnel 
management; and to some of its sub-parts or applications we often refer to as human resources and lately as human 
capita! management, 



Frederick W. Taylor' Contributions to Personnel Management 

The author of Frederick W, Taylor. Father of Scientific .yanagement", Volume two (2) reveals to us how Frederick W. 
Taylor, also well-known us the engineer in management, after he advanced personnel management in various private 
manufacturing companies such as the Betlielhelm company, during the last several decades of the 1800' s, continued his 
efforts to promote and further give time and effort towards the furtherance of it. 

Taylor did advance core components, concepts, principles and applications or practices such as the following with the 
United States of America Federal Government during the first decade of the 1900's and before 1907 of what we now 
call HRM, liRD, !IR, llunsais Capital Management, Personnel .Management, industrial and Organizational Psychology, 
Organizational Behavior and Development or whatever we might call it now and or in the future and have called it in 
the past: 

m Job Performance Measurement. 

■ Job Analysis. 
m Job Design. 

■ Job Enrichment. 

■ Job En!aj"gement. 
m Job Restructuring. 

■ Benchmarking / Standardizing 
m Delegating 

■ Change Process Management, 

■ Classifications. 

■ Cost-Benefit Analysis. 

m Applied Motivation at Work. 

■ Organizational Re-Engineering / Reduction-In-Labor Force / Dovi'n-Sizing / Right-Sizing or Laying-Off. 
Taylor also brought into our field ver\' good basic economics concepts, theories, and practices such as; 

■ Relutii-On-In vestment (ROI). 

■ Break-Even Point. 
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■ Feasibility Study and Analysis. 

Althougli he might have had used different words to refer to the above terms, the meaning, the activity involved in, the 
information sought, gained and objective of its use were the same as what the henceforth mentioned contributed 
concepts, principles and practices of management usually mean. If you are able to see tins in the content of the text 
book written about him, you miglit begin to see that our field is a spectacularly advanced science which has been 
around more than 200 years. 

In fact beginnings of the science of management introduced by Taylor were so well advanced for the time that 
Frederick W. Taylor Scientific Management enlightened a high caliber management team named " Vickers" brought 
trom England which was going to be used in the NAVY in lieu of Taylor's by one skeptic major division. 

According to the author of the text book about Taylor's systems, there is no account of weather The Vlcker's System 
was ever used in the N.AVY. Taylor's certainly was adopted and used more by some than by others. This is not to say 
that our U.S.A. Government was behind the A-Ball before Taylor joined them. It was not at all. On the contrary, when 
Taylor executed his in-kind "'government-efficiency" consulting service with the ARMY, he found that they were quite 
advanced already. In the first decade of 1900 The ARMY alrcady "selected officers from the line by competitive 
examinations" or what we might now refer to as civil service process (Vol. 2; pp 328). 

Taylor's first contributions to this science within The United Stales of America (U.S.A.) Government (Frederick W. 
Taylor Father of Scientific Management, First edition 1923, reprinted 1969, pp. 210-327) were with the engineering 
and manufacturing work of The NAVY's yards and of The ARMY's Ordenance Department (Frederick W. Taylor 
Father of Scientific Management, Vol. II, First edition 1923, reprinted 1969, pp. 328 - 352), Now we are able to apply 
them to other industries, and business-sectors such as the non-profit sector, the for-profit sector, the public sector, the 
private sector, the start-up sector, and in City, County, state, and federal government agencies. 

In addition to the tenns mentioned previously, Frederick W, Taylor also contributed the term "First-Class Men", which 
in personnel selection is key. We look for tlie best fit between the job and the peison. Taylor presented a House 
Committee a pretty interesting description of the meaning he intended when he used the term "First-Class Men." His 
description is as useful today as it might have been when he educated the House Committee on the subject. In tlie 
following paragraphs, you will find an executive summary using metaphors and parallel thinking as opposed to linear, 
describing the term creatively, Furthermore, it allows us to see how rich the Industrial and Organizational Psychology 
field is in its thought provoking ideas and yet manages to retain a simplicity in the down to earth illustrations of its 
concepts. 

Fir st-C lass Men 

Taylor's definition of the term "First-Class Men" as he used it is furnished through an illustration, using the great 
capacity of horses, lie used before the Special House Committee" this illustration in which he presented the ''types of 
horses and the use for which they were intended. He explained how if you had 300 to 400 horses in a stable, you will 
have horses intended specially for hauling coal wagons, horses tbr hauling grocery- wagons; you wilt have a certain 
number of trotting horses, a certain number of sattle (pleasure horses) and of ponies in that stable" (Frederick W. 
Taylor Father of Scientific Management, Vol. 11, First edition 1923, reprinted 1969, pp. 76 to 77). Let's say you ran out 
of coal hauling horses on a given day and you decide to use groceiy wagon hauling horses he continued. The grocery 
hauling wagon horse would not be a first-class horse for hauling coal wagons. Would it? No, it would not. It would be a 
second class horse. You may not even have a grocery wagon hauling horse available, in which case, you may decide to 
use a treating horse; this wouldn't be a first-class horse either. It would be a second class horse, he explained, or maybe 
even third for they are less fit than the grocer)-- wagon hauling horse and much less than the coal wagon hauling horse to 
haul such a heavy duty, high weight material as coal. Last resort if you ran out of all the horses, you, at times, may need 
to use a Pony he said. The least fit of the three to haul coal wagons. However, do not think ponies are not physically fit; 
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1 remember my father while training a pony he had bought for nie and my brother before our teenage years got thrown 
ofT of it and dragged around in circles. While ponies are not fully trained, they can wrestle you to ground fast and using 
the element of surprise. They seem easy to get them to do whatever you want them to or to be quickly tamable but they 
are not if you move on too hea\dly on them or try to tame them with too much force or heavy weight per my own 
observation, A pony while very w-elcoming and easy going can easily bring a tamer on his knees and drag him through 
tlie mud, hey, green grass and rocks. My dad was just hanging on to the rope. Luckily he did not get hurt when he 
pushed the pony too much or beyond the pony's acceptable threshold of pain. 

Now, the grocery wagon hauling horse would be a first-class horse to pull grocery wagons just as a trotting horse 
would be first-class, and not second class, for riding pleasure. 

A pony might also be a first-class horse as far as say trotting for children and young adults under age 18 for gee 18 but 
not for adults over it. They may later on become .first-class trotting horses for adults, but not coal-vv'agon hauling 
horses. 

On a ditTerent dimension of objects from the henceforth mentioned, which used an animal kingdom specie, lets say 
now us that of an inanimate noun such as the coal wagons and grocery wagons. A coal -wagon Is first-class wagon 
obviously for carrying coal, but not to carry groceries because it is not going to be very clean. Similarly with the case of 
groceiy wagons, a grocery wagon is not a first-class wagon to cany coal for it might not stand the heavy weight. 
However, it would certainly be first-class to carry groceries. 

An easy, yet, impractical solution may well be to make the load of coal wagon so light that even a pony could cany it, 
or a task so easy, at vv'hich point you are making a fool out of yourself, that the task can be done by a second class 
animal when in fact to be effective and efficient it most be made by a first-class animal. And tliat is an illustration of 
using, in specie different from the human specie, the term "First-Class" by Taylor in management. 

Taylor's metaphor was not intended to corapai'e or diminish a worker or laborer's dignity or value to that of an animal, 
namely, a horse, or of an inanimate noun such as a hauling wagon. It was nothing but a mere way of using a metaphor 
or parallel thinking to convey his point which took us as a variable out of the equation. He genuinely and savvyly took 
a scenario outside our own human species in a situation where human beings would decide which subject (i.e. horses 
and wagons) witihin their own categories would be best qualified to do or perform or achieve the job that required 
doing; which inanimate subject would be determined as first-class and on the basis on which the individual is 
determined to do the job is simply illustrated by the horses example. This utility of term is transferable personnel 
management and selection when used in determining who might be the best person fit or qualified to get a certain task 
or job done without regard to creed, skin color, race, ethnicity, nationality, disability, political affiliation and gender. It 
is a nifty tenn for it allows you the broadest flexibility to view yourself as a "First-Cleas" at whatever it is you are very 
well qualified to do. And there can be 1 would think several first-class individual in any field which is very good. 

On the one hand when used well in personnel selection, it is a neat way to find and select the creme of the crop (the 
high -caliber people) to do whatever job needs to be done. On the other hand, if not used well by making jobs too 
complicated (lumping three into one) or too simple that anybody can do it, one may end up wasting the knowledge, 
skills, abilities and experience of person doing a simple task which had it been delegated to a qualified person less 
experienced in breath and in depth it could have been done just as well or maybe better. You might end up, if the first- 
class men practice for the job is not used at all, having a poorfy qualified person of narrow knowledge and shallow 
experience doing or overseeing a project or program or job which required wider or broader and more comprehensive 
(deeper) knowledge, skills, abilities and formal education. Thereby ending with negative or undesired results or no 
results whatsoever, and maybe even in the red from an accounting view point. 

You see he, Taylor, took us hmnans out of the equation in his metaphor to allow us to see his point more easily. His 
attempt perhaps to show us the classifying of horses and wagons into first and second class was, in my view, to help us 
with seeing beyond ourselves, straight ahead and forward so that he could keep our minds open just by giving us an 
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example which did not set up into classifying us, humans, into first and second class. Once he allowed us to see his 
point in a different xvorld, he then showed us how to apply it in ours_ And hopefully we have seen beyond the "salad 
days" or childish, immature reactions such as "he is comparing us to horses, godsh" or he is anti-union No, no, no, he 
was not. His point simply was every person just as every horse in the horses example can be First-CJass or many of the 
best to do a certain kind of job based on what the job requires and the person's knowledge, skills, abilities, education 
and or experience. A,nd he firmly believe that an empioyee could not just demand higher wages without decreasing cost 
of production and increasing productivity tliereby benefiting the empioyer, too. Justly so, he too believed that a.n 
employer could not overwork their employees, exploit them and keep blinders on them so as not to find out of company 
which offered better opportimities. In fact as stated in the book about him, he is referred as having such a Yankee mind 
that he did not only not put blinder on their employees to find out about potentially better employment opporttmities. 
He told them about it too; and that is what qualified his mind as Yankee mind (page 73, vol 2), He, too, took people 
back whom returned to him for tihey deemed Taylor's practices fairer and more financially rewarding and witii better 
working environments. 

Taylor was saying a machine can be first-class at his job like a CE,0, Attorney, Surgeon can be at their respective jobs, 
And there may be second-ciass members in each profession, surely. 

Just like a CEO or doctor is not likely to become first-class in mechanic, where he would be only a second class 
mechanic, the mechanic would never be a first-class CEO or doctor. He would be second-class doing a CEO's, doctor's 
or attorney's job. 

Nevertheless, this did i^ot mean one cannot become first-class in another profession if one had the fortitude, self- 
discipline and consistency, and acquired the KSA's (Knowledge, skills and abilities) and achievement results required 
to be deemed a First-Class individual in whichever profession, educational endeavor or sports. 

Aside from coficepts, principles and practices .Frederick W. Taylor brought from the engineering and the accounting 
world to the field of Personnel Management and selection academic and practice sides of the field, he although not 
trained in Industrial and Organizational Psychology at the time was formally educated in engineering and was known 
as the American Engineer in Management. Furthermore, he promoted and fostered the advamncement of formal 
academic education referred to him as "intellect" and also acknoledged that just education without common sense or 
without hands-on experience was aof little value to an individual. He furthermore ranked them and augmented the 
power of each by adding character or honesty. He ranked character at the top, common sense second and intellect third. 
This was not to dillute the value of education but just to provide perspective based on his own personal experience of 
the result he could get from those whe were formally educated without experience in contra.st to those whom he trained 
for whever worked he needed done and those who came to him with the tremendous combination of an academic 
education coupled with hands-on work or internship experience. The next Section on these henceforth mentioned 
valuss (i.e. Character, common sense and intellected) is revealed. 

Character, Common Sense and Intellect 

Jliree Individual Achievement Traits or learned behaviors if not traits are, according to The American Engineer in 
American Management and Organizational Development Science and founding father of Industrial and Organizational 
Psychology in the United States Of America ~ Frederick W. Taylor-are; 

1 . Character 

2. Common Sense, and 

3. Intellect 

Intellect without character Taylor pointed out makes many people end up in the jail/prison [i.e. the joint] (Frederick W. 
Taylor Father of Scientific Management by Frank Barkley Copley, Volitme U, 1923 and reprinted 1969; library of 
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Congress Catalogue Card Number 68-55515). 

And character without common sense or without intellect, I would add, can become Puritanism or in other words just 
opinions without factual rational backing. It can become expecting people to believe anything just because some body 
says it. It can become de-individuation a concept in Group Psychology which leads to cults where the individual looses 
his or her individuatitv'. You shall remedy by educating the group about group-think and thereby breaking it up (Social 
Psychology by David G. Myers, Third Edition; Copy Right 1990; page 292 to 298), This is the opposite of the good all 
American vah.ie of Individuality. The way to address de-individuaiion is to break group-think by making people aware 
of it. And letting the group know that it is perfectly fme attd totally American to state a dissenting opinion about 
whatever without caving-in under political or peer-pressure. 

Working in Teams vs. in Pairs or Singly 

Men will not do anything like one-half the work if they are herded together as they will when working in pairs or 
singly. . . . pretty soon it is a catch to see who is the slowest. This was the experience of two ore shovelers when 
relocated to work for a higher contingency payment on the per tone of ore shoveled They did not know they were 
going to be thrown up in a herd of between 10 (ten) and 12 (twelve) shovellers where when one man stopped to spit on 
his hand, another begun to look at him and thought, that bugger is loafing. I will keep my eye on him. He is not doing 
as much as 1 do, decreasing his output to the lowest ratio of the loafer. Thereby the matching of who went the slowest, 
decreasing the ROI (Retum-On-Investment) for all, begun (Frank Barkley Copley; Frederick W. Taylor Father of 
Scientific M^anagement; Volume 0, 1 923 and reprinted 1 969; library of Congress Catalogue Card Number 68-555 1 5 pg 
71topg75). 

Therefore the two man who thought were going to a higher earning employer did not earn as much as they did at their 
previous where men no longer are submerged in gangs, but are individualized ((Frank Barkley Copley; Frederick W 
Taylor Father of Scientific Management; Volume II, 1923 and reprinted 1969; library of Congress Catalogue Card 
Number 68-55515; pg 73). 

The result: Taylor specially trained ore shoverters whom had been taken from him by a Pittsburgh steal company came 
back to Taylor s company because they could earn more in the individualized compensation system based on scientific 
management. 

Taylor had told his men about the higher compensation as to not keep them from what appeared to be a greener grass 
(i.e. a better opportunity); he alway.s kept their best interest in mind; and thus he advised them to see the other employer 
with whom they went and later on in a matter of two (2) to four (4) weeks resigned from. This approach to not keeping 
blinders on his employees from better opportunities is, according to Frank Barkley Copley in his book Frederick W. 
Taylor: Father of Scientific Management, a particularly fine example of Taylor s gift for the dramatic and incidentally 
workings of his shrwed-yankee mind (page 73), Why did they return to Frederick Taylor because the pluses did not 
out-weight the minuses of what we might now refer to as teaming-up without the individualistic spirit of personal 
responsibility for specific, measurable, attainable, real and tangible results (SMART) which are measured. 

Job Enrichment vs. Job Enlargement 

Job enrichment in organizational development, human resources management, and organizational behavior, is the 
process of giving an employee more responsibility and increased decision-making authority. This is the opposite of job 
enlargement, which does not give greater authority, just more duties. 

Job enlargement is often called "multi -tasking". This perhaps violates of one of tlie key principles of human 
achievement, namely, concentration of etTort.''^' One can perhaps manage and work on a variety of projects and still 
oractice concentrated effortl^^^^, but multitasking is so out of hand that it often prevents an erat>lovee from aettina 
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anything done. 

The current practice of job enrichment stemmed from the work of Frederick Herzberg in the 1950s and 1960sJ'*^ 
Herzberg's tVv'o factor theory argued that job satisfaction and job dissatisfaction are not to be seen as one dimension, but 
two. Aspects of work that contributed to job satisfaction are called motimtors and aspects that contributed to job 
dissatisfaction are called hygiene factors: hence, the theory' is also refereed to as motivator-hygiene theory. Examples of 
motivators are recognition, achievement, and advancement. Examples of hygiene factors are salary.', company policies 
and working coriditions. According to Herzberg's theory, the existence of motivatoi'S would lead to job satisfaction, but 
tlie lack of motivators would not lead to job dissatisfaction, attd similarly; hygiene factors affect job dissatisfaction, but 
not job satisfaction. In general, research has failed to confirm these central aspects of the theory, 

Hackman and Oldham later refined the work of Herzberg into the Job Characteristics Model which forms the basis 
of job enrichment today. (UTC)^''^^ 

170 in Ancient Times 

■ Plato's Republic 

■ Created a taxonomy of citizens (e.g., guardians, auxiliaries, and workers) 
« Proposed ways to select and train members in each category 

■ The Chinese 

■ Developed a selection system for bureaucrats 3,000 years ago (lasted through 1905) 

■ Multiple hurdle system 

In the United States, its origins are those of applied psycholog>' in the early I9tli Century, when the nation was 
experiencing tremendous industrialization, corporatization, unionization, immigration, urbanization and physical 
expansion. The field's founding fathers were Frederick W. Taylor, Hugo Miinsterberg (1863-1916), Walter Dill Scott 
(1869-1955), and Walter Van Dyke Bingham (1880-1952) .As in other countries, wartime necessity (e.g.. World War I 
and World War 1.1) led to the discipline's substantia! growth. Business demand for scientific management, selection and 
training also has promoted and sustained the field's development. 

For a detailed history of industrial and organizational psychology, particularly in the United States (but with some 
discussion of developments in other countries), one can consult Koppes, L . L. (Ed.). (2007). Historical perspectives in 
indtL'itrial ami orgmiizatioml ps\>chology. Mahwah, New Jersey; Uawrence Erlbaum. 

For a concise history' of Industrial/Organizational Psychology please visit History 
(http : //w ww.mtsu .edu/~pmccaith/i o hist.htm) 

Milestones in industrial and organizational psychology 

■ Hawthonie studies at Western Electric 

■ U.S. Army Project A 
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Key journals in industrial and organizational psychology 

■ Journal of Applied Psychology 

• Personnel Psychology 

• Academy of Management journal 

■ Academy of Management Review 
m Journal of Management 

■ Human Performance 

■ The Journal of Organizational Behavior 

■ Organizational Research Metliods 

m The Journal of Vocational Behavior 

m Administrative Science Quarterly 

■ Journal of Occupational and Organizational Psychology 

■ European Journal of Work and Organizational Psychology 

■ .Applied Psychology; An hiternational Review 

■ International Journal of Selection and Assessment 

■ International Journal of Training and Development 

• Work and Stress 

m Journal of Occupational Health Psychology 

m Journal of Organizational Behavior Management 

■ Inteniational Reviev*/ of Industrial and Organizational Psychology [3] 
(http;//eu.wiley,comy'WileyCDA/Section/id-302901 .html) (edited annual voktme) 
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Organizations 

• Academy of Management (AOM) (http://www.aomonUiie.org/), United States 

■ Association of Business Psychologists {http://www.theabp.org/), UK 

• Canadian Society for Industrial and Organizational Psychology {CSIOP) 
(http://www.cpa.ca/aboutcpa/cpa5ections/industrialorganizationalX Canada 

■ College of Organisational Psychologists (COP),. (http://www, groups.psychology.org.au/cop) Australian 
Psychological Society, Australia 

■ Division of Occupational Psychology (http:/7www,bps-org,uk/dop/dop_honie,cfm), British Psychological 
Society, UK 

m European Association of Work and Organizational Psychology (EAWOP) (Mtp://www. eawop.org/), Europe 

■ Institute of Work Psychology (http://iwp.dept, shefac.uk/), Sheffield, England, UK 

• Industrial Psychology Research Centre (http:/7\vww.abdn.ac,uk/iprc), Aberdeen, Scotland, UK 
m Psychology and College of Business .Akimni Club {PAC B.AC) (htLps://incircle. sfsu.edu/) 

■ hiternational Public Management Association for Human Resources .Assessment Counsel (IPMAAC) 
(http : //www, { pm aac. org/) 

■ Minnesota Pro.fessionals for Psychology Applied to Work (Mi-'PAW) ( http :,//ww\v. mppaw.org/). United States 

m Division 1 : Work & Organizational Psycholog)', The (http;.//users.ugent,be/-'pcoets/div/home,htm) International 

Association of Applied Psychology, International 
m NIOSH - Occupational Health Psychology (http://www.cdc.gov/niosh/ohp.html), United States 

■ Organizational Behavior Management Network (OBM Network) (http;,//wvw.obmnetwork.com/) 

■ Industrial Division, (http:.//ww w,psych.co zayO Psychological Society of South Africa (PsySSA), South Attica 

• Society for Human Resource Management (SHRM) (http;//www.shrm.oi^% United States 

■ Society for Industrial and Organizational Psychology (SlOP) (http://www.siop.org/), United States 

■ Society for Industrial and Organisational Psychology of South Africa (SIOPSA) (http;//www.siopsa.org.za/), 
South Africa 

Graduate Programs 

in many countries it is possible to obtain a bachelor's degree, master's degree, Psy.D., and/or a Ph D in industrial and 
organizational psychology. The types of degrees ofYered vary h\' educational institution. There are both advantages and 
disadvantages to obtaining a specific type of degree (e.g., master's degree) in lieu of another type of degree (e.g., 
Ph.D.). Some helpful ways to learn more about graduate programs and their fit to one's needs and goals inckide taking 
or sitting in on an industrial and organizational psychology course or class; speaking to industrial and organizational 
psychology facultJ^ students, and practitioners, consulting with a career counselor; taking a reputable vocational 
interest sur\'ey; and visiting program websites. Regardless of one's needs or goals, admission into industrial and 
organizational psychology programs can be highly competitive, especially given that many programs accept only a 
smal l number of students each year. 

In the United States, specific resources that can help to clarify the tit of particular programs to an individual's needs, 
goals, and abilities are Graduate Training Programs (Including Program Rankings) - SIOP 
(http://www.siop.org/studentdefaiilt.aspx). Top U.S. Graduate School Programs - U.S. News & World Report 
(http://wvvav.usnews,com/usnews/edu/gra.d/rankings/phdhum/briet7psysp5_briefphp), and Professional I/O 

Psychologist Network (http;//www.piop.net/). 

In the L,IK, you must take an accredited psychology degree before you can gain Graduate Basis for Registration with the 
British Psychological Society [4] (htt.p://www.bps.org.uk/) and then follow an approved Masters and three years 
supei'vision to gain Chartered Occupational Psychologist status. 

See also 
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■ Behavioral Risk Management 
« Consulting Psychology 

m Educational Psychology 

■ Employment Law 

■ Group Emotion 

m How Occupation and Employnient can affect Identity 

■ Human Factors 

m Human Resources Developtnent 

« Human resource management 

■ hidustrial engineering 

* industrial sociology 

■ Labor and industrial relations 

■ Labor Law 

a List of human resource management topics 

■ List of psychological topics 

m Important publications in Industrial and organizational psychology 

■ Organizational behavior 

■ Organizational development 
m Organizational empowerment 

■ Personality psychology 
m Psych ometrics 

m Social psychology 

■ Total quality management 

m Vocational (Counseling) Psychology 

■ Sexual hairassinent 

■ Office romance 

■ Ethical personality testing in the workplace 
(http://www,hereticpress,com/Dogstar/PsychoIogy/WorkPsy,htm!#PsycTestingWork) 

• Dealing with conflict in the workplace groups and teams 
(http://w\vw.hereticpress,com/Dogstar/Psychology/Conflict/Chapter4.html) 

External links 

m Industrial & organizational psychology at The Psychology Wiki 
(http://psychology.wikiaxom/wiki/Category;lndustfiat_&_organisational_psychol^ 

■ Research on Organizations: Bibliography Database and Maps (http://ot.cavarretta.com/) 

m Professional 170 Psychologist Network (ht.tp://wvw.piop.net/) (where you can post your own messages and/or 
read and reply to others' postings; organized by topic; maintains anonymity via use of avatars) 
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